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ABSTRACT
The Relationship Between Job Satisfaction and Attrition
in Youth Care Workers
Cole Trimble
April 3, 2001
This exploratory quantitative study was conducted to determine the relationship
between job satisfaction and attrition among current and former youth care workers in a
group home setting. Participants (N:35) included 14 current employees and 21 former
employees from the Sheriffs Youth Programs of Minnesota Agency that completed a job
satisfaction survey. The survey results show a significant correlation among current and
former youth care worker's perceptions in relation to job satisfaction. Specifically, the
current and former youth care workers both identified training as the rnost important
characteristic to their job satisfaction. Additionally, former employees identified
supervision issues as a key attribute to attrition within the workplace. These findings may
offer assistance to employers and employees in determining factors contributed to job
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CHAPTER I: INTRODUCTION
ln this chapter, the issue ofjob satisfaction and attrition (voluntary turnover) and
how it affects youth care workers is presented. Background statement of the problem,
andpurpose and goal of the sfudywill be discussed. This chapterwill conclude by
identiffing the research question to be studied and the summary.
Background of the Problem
Social work professionals practice is a variety of settings under many different job
titles, one being a youth care worker. The first settlement that formalized the term "social
worker" was established in 1889 by Jane Addams and Ellen Gates Star, known as the
Hull-House (Glowacki, 1999). Since that time, the social work professional has
established many different roles within the human service field, including chemical
dependency worker, mental health worker, school social worker, child protection worker,
and clinical social worker. Through the evolution of the social work profession, there
have been many challenges involving specific job expectations and organizational
characteristics which differ from position to position. The characteristics that social work
professionals experience in one type of setting may differ from the characteristics
experienced in other settings. The characteristics experienced in each setting result in
different perceptions ofjob satisfaction, which can eventually lead to voluntarily turnover
if the employee is dissatisfied.
Problem Statement
Job satisfaction within the human service field is becomirrg u serious concem-
Paulin (1994) states that social work professionals tend to have a lowerjob satisfaction
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rate than most other professions, resulting in an overall higher rate of attrition within the
field. There is evidence to suggest that while job satisfaction by itself may not be
adequate to secure high productivity, it is a necessary requirement for supporting high
productivity over zur extended amount of time (Melichercik, 1980). Research previously
done regarding job satisfaction has focused on a variety ofjob descriptions in the human
service field, including child protection workers, mental health workers and school social
workers.
Only a modest amount of research has been conducted involving the association
between job satisfaction and attrition in the human service field. Studies have yet to be
applied directly to the youth care worker role. Research to date focuses on job satisfaction
as the major component related to such behaviors as job performance and attrition
(Locke, 1969). Review of the literature concerning the relationship between job
satisfaction and voluntary employee turnover suggest there is a direct correlation between
these factors, indicating that dissatisfied employees are more likely to quit their jobs than
are their satisfied co-workers (Carsten & Spector, 1987). There is a large variation in the
correlations between studies, leaving the majority of variance associated with attrition
unexplained (Locke, 1969). The literature reviewed indicated that there has not been any
significant studies relating job satisfaction and attrition with youth care workers.
Purpose and Goa[ of the Study
The purpose of this study is to identifr specific job expectations and
organizational characteristics that negatively affect youth care workers' job satisfaction
that commonly result in youth care workers voluntarily leaving an agency. This research
study is an in-depth exploration of characteristics contributing to current and former
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youth care worker's job satisfaction in a group home setting. Job satisfaction in the
workplace not only affects the worker, but also can have a significant impact on an
agency, co-workers and clients.
The literature suggests that job satisfaction has a direct affect on burnout,
absenteeism, work productivity, voluntary turnover and client outcomes (Jayaratne &
Chess, 1984, Melichercik, 1980, Paulin, 1994, Vinokur-Kaplan, 1991). This study will
increase the knowledge of organizations, supervisors and youth care workers in group
home. settings on specific characteristics that directly impact their environment. This
study will also consider which characteristics need to be addressed in more detail within
group home settings. The findiogr of this study may be used as a tool to guide the
beginning social work professional in a specific direction within the field, as well as
helping the experienced social work professional choose which environment best fits
their job needs and expectations.
Research Question
Youth care workers employed in a group home setting have several challenges
that effect job satisfaction and attrition due to the environrnent and conditions in which
they work. The research question for this study is: What is the relationship between job
satisfaction and attrition in current and former youth care workers?
Summary
This chapter discussed the background and statement of the problem regarding job
satisfaction and attrition in group home settings. The purpose and goals of the study were
also discussed and the research question was presented. Chapter two will discuss a
review of the literature regarding job satisfaction, attrition and the human service
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profession. Chapter three will outline the theoretical framework and the person-
environment fit theory used to direct this study. Chapter four describes the methodology.
Chapter five will presentthe results and findings of the datacollected. Chapter six will
relate the findings to the sfudy in regards to the theoretical framework and the literature
reviewed. Limitations of the study and future research recommendations will also be
discussed.
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CHAPTER II: LITERATURE REVIEW
Overview
This chapter will define job satisfaction, attrition (voluntary turnover) and human
service professional, as it relates to the role of a youth care worker- A brief history of
these three terms will be addressed as well as a discussion of the relationship and effect
job satisfaction and attrition have on youth care workers. There have been a variety of
studies completed on this suhject, the majority of them referencing the corporate sector.
There has been a minimal amount of research completed involving these terms in
conjunction with the human service profession. This chapter will conclude with gaps in
the literature.
Definition of Terms
In order to understand the issues raised by the effects ofjob satisfaction and
attrition in youth care workers, it is important to define these terms commonly used in the
literature.
Job Satisfaction
Throughout the literature there are numerous definitions from researchers defining
the term job satisfaction, each attempting to capture their own personal perspectives in a
study. Locke (1976) defines job satisfaction as "a pleasurable or positive emotional state
resulting from the appraisal of one's job or job experiences" (p- 1300). This is the most
consistent and widely used definition found (Mobley, Griffleth, Hand, & Meglino, 1979).
Attrition
Existing theories describe voluntary turnover as a rational decision process
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starting with the employee's dissatisfaction with their job and leading to voluntarily
leaving of the organization (Lee & Mitchell, 1991).
Human S ervice Professional
Hurnan Service Professionals can be defined in a variety of ways throughout the
hurnan service field. The literature researched was reluctant to provide a global def,rnition
of this term, researchers were more apt to generalize in specific categories such as: health
care workers, social workers, and mental health workers. The literature did not appear to
focus on one category more than another. For the purpose of this study, human service
professionals will be defined as youth care workers in a group home setting which
provides direct care services to at-risk youth.
Job Satisfaction
Organizational psychologists have dominated the research on job satisfaction and
where it is today. Brief (1998) states that although research has been conducted on a
continuous basis since the 1930s, similar areas have been focused on and studies have
been saturated pertaining to individualized areas. These concentrated areas of study have
mainly focused on cotporate areas of business, leaving the human service profession with
a lack of insight. The data collected has been extremely useful toward understanding the
effects ofjob satisfaction, but there has not been a serge of new ideas and tools
implemented. Nord (1977) stated that "some of the most interesting characteristics of the
existing research are revealed not by the results of what we have studied, but by an
examination of the topics that have gone unanalyzed" (p. 1026).
The current literature found that specific facets ofjob satisfaction are needed to
generate desired findings to hypotheses andlor research questions. Marry researchers have
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identified the importance of better understanding the dimensions ofjob satisfaction and
the relative importance of those dimensions for explaining any particular phenomenon
(Brief, 1998). Jayaratne & Chess (1984) suggest that the measurement forjob
satisfaction is best achieved by using both a general affective measure, as well as a series
of measures of job facets. The fwo most popular measures used today in the corporate
sector are: the Job Descriptive Index (JDI)(Smith, Kendall, & Hulin, 1969) and the
Minnesota Satisfaction Questionnaire (MSQ) (Weiss, Dawis, Lofquist, & Englffid, 1966).
The literature refers to job satisfaction in direct correlation with voluntary
turnover. Smith, Kendall, and Hulin (1969) view job satisfaction as an effective and
evaluative response to the job. Other researchers suggest that while job satisfaction is an
evaluative response to current or past job characteristics, the exploration of the
employee's anticipation or expectation of future job states is of equal or greater
importance (Mobley, Griffeth, Hand, & Meglino, 1979). Although disagreed by ffiffiy,
Lee and Mitchetl (1991) carried this model further by suggesting that job satisfaction is
defined as the employee's estimate of the likely level ofjob satisfaction at a later point in
time.
Attrition
The earliest literature indicated that the focus on job satisfaction was the key
attitude related to employee behaviors such as job performance and turnover (Locke,
1969). Most of the research has been directed in a fairly straightforward sequence of (a)
evaluation of the job, (b) job attitudes, and (c) turnover behaviors (Lee & Mitchell, 1991).
Current studies concerning the relation between job satisfaction and voluntary employee
turnover suggest that there is a moderate correlation between these factors, indicating that
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dissatisfied employees are more likely to quit their jobs than are their satisfied colleagues
(Carsten & Spencer, 1987). The literature provided several studies that have been
completed regarding voluntary turnover and the variation between many of the findings.
There is considerable variation in correlations across studies but they are usually less thzur
r: .40, thus leaving the majority of the variance associated with turnover unexplained
(Carsten & Spector, I 987; Locke, 1969).
The current literature does not fulIy explain the connection from organizational
commitment and anticipated job satisfaction to voluntary tumover (Cooper, 1998). The
amount and types of mental deliberation occurring during the turnover process have not
been operationally defined (Lee & Mitchell, l99l). The irnportance of interpersonal
variables in the turnover process (e.g., locus of control, intolerance of ambiguity, and
employee expectations) has been proposed by several researchers (Frone & McFarlin,
1989; Spector, 1985).
Human Service Professionals
Throughout history, social welfare programs have been subject to ever-changing
philosophies and therefore, support for these prograrns has increased and decreased at
various periods in history (Morales & Sheafor, 1995). Since the human service
profession is closely associated with both individual and public issues, jobs in the human
service field have had to be flexible to changes in the politics surrounding these issues.
This literature gives a brief history for understanding where social welfare programs
began and where human service professionals stand today.
Early social welfare programs were heavily influenced by the Puritan ethic
arguing that only those people with a moral defect could fail to have their needs met in
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the usual course of life (Morales & Sheafor, 1995). Those who failed were thought to
have a moral weakness and were viewed by many as sinful and ethically weak.
Following the same philosophy, grudging taxpayers often resent contributing to human
services when they believe the client is at fault for needing assistance (Morales &
Sheafor, 1995). Early in history, most social needs were met by developing small,
voluntary organizations to provide services. If these needs continued, town meetings
were organized to provide help to those in need, which led to the creation of the first
known public social services. Requests for help were either supported or rejected,
depending on the judgments made by the townsfolk (Morales & Sheafor, 1995). The
18th century philosophy from the French Enlightenment modified the Puritan view,
people were considered good until they proved otherwise. In the early I 800s, one of the
first great social reformers, Dorothy Dix, chronicled the deplorable conditions in prisons
and almshouses (also referred to as "poor farms") and sought to establish government
responsibility for meeting human needs (Morales & Sheafor, 1995). Dorothy Dix's
successful lobbying helped a bill pass in the U.S. Congress to help finance funding for the
mentally ill, but was vetoed by President Franklin Pierce in 1854. This veto set a
precedent that was to dominate thinking about society's responsibility for social welfare
for the next three-quarters of a century; the federal govemment should play no part in
providing human services (Morales & Sheafor, 1995). This stance stood firm when
President Herbert Hoover vetoed a similar bill in 1930.
Other social reformers began to advocate for programs to meet needs mostly
through voluntary associations such as the Charity Organization Societies, the Mental
Health Movement, Settlement Houses, and programs to assist former slaves to integrate
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into the dsminant society (Morales & Sheafor, 1995). The best documented of these
organizations is the Hull House- Jane Addams and Ellen Gates Star founded a social
settlement in Chicago, Illinois known as the Hull-House in 1889 (Glowacki, 1999). This
social settlement served a variety of purposes for men, women, and children of all
nationalities located on the west side of Chicago. This section of Chicago was home to
Italians, Russian and Polish Jews, Irish, Germans, Greeks, and Bohemians predominately
(Glowaski, 199%. When the federal government continued to refuse to engage in
providing human services, the states sporadically offered services, with several states
creating state charity boards or public welfare departments (Morales & Sheafor, 1995)-
The Great Depression was the turning point for social welfare programs in the
United States. Many began to recognize that indeed there were structural factors in
modern society responsible for social problems (Morales & Sheafor, 1995). The
expansion for social welfare programs began during the World War II era, the nation
rallied together in support by providing for those who were less fortunate in this time of
erisis. In the 1960s, thc Kennedy and Johnson administration fueused on public concelrr
for the poor, minorities, women, the aged, the mentally and physically handicapped, and
other population groups that had previously been ignored (Morales & Sheafor, 1995).
Due to the support of govemment officials, new social programs emerged across the
country driving poverty rates to an all time low. The bloom on social concerns and social
programs began to fade in the middle of the 1970s, and public apathy replaced public
concern (Morales & Sheafor, 1995). The lack of resources available changed the focus
on social welfare to military build-up. By the 1980s, political organizations began
attacking social welfare programs and tried to take them apart, echoing a political rhetoric
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based on the distrust of government that had characterized the philosophies of Presidents
Franklin Pierce and Herbert Hoover. These were mixed with punitive, moralistic views
regarding the recipients of human services that reflected vestiges of the Puritan
philosophy. Presidents Ronald Reagan and George Bush set out to diminish the federal
government's social programs (Morales & Sheafor, 1995). By 1990, the governmenthad
succeeded in shifting responsibility of social welfare programs to individual states and
private sectors of the human service field. The poverty rate began to increase at the same
time. The human services began to develop a new look as the privatization of services
(i.e., private companies contracting with human service organizations to deliver services)
expanded dramatically (Morales & Sheafor, 1995). Although human service
professionals have benefited greatly in the job market from this expansion of private
agencies, all the bureaucracy has overshadowed clients in need of assistance throughout
the 1990s. Most recently, President Clinton has begun to rebuild programs focusing on
job training and education for those who are less forhrnate.
Job Satisfaction and Human Service Professionals
The current literature regarding job satisfaction in human service professionals is
sparse, although job satisfaction has been a growing concem over the past decade for
persons in the human service field. The majority of research on job satisfaction focuses
on the corporate sector, not the human service professional.
Studies done in the human service field relating to job satisfaction involve child
abuse investigators, school social workers, and mental health workers. Researchers have
indicated very few similarities befween these professions as a whole. Jayaratne & Chess
(1984) state that what data does overlap between professions, the determinants vary by
1l
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each field of practice. Data suggests that a universal approach aimed at increasing job
satisfaction is likely to be of minimal value. lnterventions must be conducted within each
profession and attend to the idiosyncrasies of each profession (Jayaratne & Chess, 1984).
Due to the lack of research centered around the human service field, this study will focus
on job satisfaction within youth care workers.
Attrition and Human Service Professionals
Employee turnover appears to be the ubiquitous albatross of social service
agencies and is linked conceptually and empirically to the numerous stressful conditions
under which human service professions labor (Iglehart, 1990). Studies focusing
specifically on voluntary turnover are sparse. Many studies conclude that the
modification of specific job factors - for example, caseload size, financial reward, and job
clarity - can increase job satisfaction and therefore reduce the problem of voluntaryjob
turnover (Iglehart, 1990).
Turnover in an organization is generally thought to have a negative budgetary
effect with the high cost of recruitment, selection processes, hiring, ffid training of new
employees, as well as separation expenses associated with a prolonged vacant position
within the agency (Iglehart, 1990), Several factors could be involved with the separation
process: loss of employee productivity, performance level of employee may decline, or
co-workers assuming larger workloads to make up for the loss of a worker. Voluntary
furnover may cause an organization to lose high-quality personnel. Some organizations
can be leftwith workers who remain because of seniority, job specialization, or lack of
job alternatives. [n other words, their workers may be the less motivated employees
(Iglehart, 1990). Voluntary turnover can cause low morale, resulting in a stressful and
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traumatic work environment. Turnover may act as a barrier to the establishment of
working relationships among employees because an existing worker can disrupt the
continuity and equilibrium of the work group (Cooper, 1998). The ongoing costs of
voluntary turnover have resulted in numerous strategies that have been implemented by
organizations throughout the human service field.
Although much of the literature focuses on the negative affects of voluntary
turnover, a lack of attention is given to the benefits of voluntary turnover to the actual
organization and the clients receiving the services. Authors studying employee turnover
often fail to look at employee perfoffnance variables in their studies. One study that was
researched found that 36Yo of their sample of former county welfare employees received
rnixed or negative perforrnance evaluations (Iglehart, 1990). The turnover of these poor
performers can be an asset to an organization. Some human service professionals are not
appropriate for all types of positions in the field. A professional finding themselves in
this situation may create more problems than they solve when working with clients. The
worker-client relationship is a core aspect of social work practice. The employee who is
unsuitable undermines the intervention process and alienates the client from the agency
(Iglehart, 1990).
Many social service positions are regarded as springboards for individuals
beginning a new career in the field. Studies of voluntary turnover within human services
offer evidence that many professionals expect to occupy some positions for a limited time
(Iglehart, 1990). In his study of child-protective service workers, Harrison (1980) found
that two-thirds of the 112 workers in his sample predicted they would stay in the current
job for 2 years or less. Jayaratne and Chess ( 19S4) reported that voluntary turnover could
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be very unpredictable with human service professionals. The causes range from burnout
and fatigue to job satisfaction and high self-esteem. The human service profession
represents an unusual case in that the quest for professional growth and development may
lead some professionals to'Job hop" as ameans of developing additional skills and
broader expertise or other rewards (Iglehart, 1990). A human service professional
advancing from job to job withinthe same field is regarded as someone trying to build
onto their career. This perspective suggests that it is quite plausible for a human service
professional to voluntarily leave a satisffing job as well as a dissatisffing job (Iglehart,
l ee0).
ln the literature researched, there is agreement that voluntary turnover can
negatively affect an organization, human service professional, and/or client to some
degree. Studies also indicate that voluntary turnover in human services is not completely
avoidable in all cases. Ernployees may resign because of personal reasons that can
include relocating, changing family situation, declirring health, or inheriting a large sum
of money (Iglehart, 1990). For the purpose of this study, preventable voluntary turnover
will be researched in order to increase job satisfaction and decrease attrition in youth care
workers.
Gaps in the Literature
After reviewing the literature regarding job satisfaction's direct correlation with
attrition in the human service profession, several distinct gaps became obvious. There
have been many studies done on all of these areas of interest, but no specific study or
theory has been found to determine the correlation between job satisfaction and attrition.
Research data collected on job satisfaction and voluntary turnover in the human
t4
services field has only scratched the surface compared to other professions in the
corporate sector. The human service field is so complex that studies need to be
conducted on each level of service provided to get a realistic overview ofjob satisfaction
and attrition in the field. The literature reviewed indicated a lack of data gathered in the
human service profession as a whole. Studies found in regards to the human service field
pertained solely to mental health workers, school social workers and child abuse
investigators. There were no studies found that have looked at the ongoing concern of
job satisfaction and attrition in youth care workers, which is the focus of this study.
Summary
This chapter has addressed the issue ofjob satisfaction and attrition (voluntary
turnover) and how it directly relates to the human service profession, as well as provided
research data on previous studies. The modest amount of literature that is available
pertaining to this area of interest primarily focused on hospital social workers, school
social workers, and child protective service workers. This study will take an in-depth
look at how job satisfaction and attrition (voluntary turnover) directly effect youth care
workers in a group home setting and how these factors can be reduced in this ffie of
structure. The following chapter will identifr specific characteristics that play a
significant role in a youth care worker's job perceptions and environmental factors
associated with this particular job.
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CHAPTER III: THEORETICAL FRAMEWORK
Overview
Person-environment fit theory is discussed and two models ofjob satisfaction that
are grounded in this theory are identified: employee expectations and organizational
characteristics. Individual job perceptions and environmental factors that influence a
worker's overall job satisfaction as well as characteristics that may lead to voluntary
turnover are explained. A discussion describing how the person-environment fit theory
applies to this research study will also be given.
Person-Environment Fit Theory
Several theories have been proposed to explain why people are satisfied or
dissatisfied with their jobs (Muchinchy, 1983). Few of these theories have been able to
gather a significant amount of empirical conformation, which suggests that job
satisfaction and attrition (voluntary turnover) is a multifaceted phenomenon with several
components. Although no one theory has been successful with integrating all of these
components into one theory, the person-environment fit theory has been identified as a
valuable tool in researching both job satisfaction and attrition. Each existing theory is
invaluable in their specific context, but a complete understanding has yet to be reached.
Studies show that a variety of descriptive constructs have been used to examine
stress as it relates to a person's job satisfaction. Tziner & Dawis (1988) have emphasized
the importance of person-environment fit theory when examining the relationship
between an individual and their job. Person-environment fit theory measures the extent
to which a person "fits" ajob as a function of the match between the underlying strengths
l6
offered by the job and the motivation of the individual. The similarities of the
individual's skills, expectations and work environment play a major role in defining
stressors for the individual (Dawis & Lofquist, 1984). Person-environment fit theory
predicts that the level of stress experienced by an individual in the workplace is equal to
the level of misfit between that individual and their work environment (Van Harrison,
1 e78).
There are two turnover models ofjob satisfaction that are grounded in the person-
environmental fittheory. These models are identified as (l) employee expectations, and
(2 ) organi zational characteri sti c s.
Employee Expectations
Mut y researchers agree that stating established expectations directly relate to
positive work attitudes and a decreased turnover rate (Lee & Mitchell, 1991 ; Porter &
Steers, 1973), Porter & Steers (1973) state that the met-expectations hypothesis explains
the inconsistency between what individuals encounter on the job and what they expected
to convene prior to entering the job. These researchers agree that this inconsistency
inJluences a worker's decision to voluntarily leave from an agency. Irving & Meyer
(1994) suggest that it is possible for an agency to reduce the probability of voluntary
turnover by ensuring that employees' pre-job expectations are recognized and met.
Jobs are often accepted by employees with a false impression of what that job
involves, ffid they are dissatisfied to the point of quitting when a job does not meet their
expectations (Roseman, 1981). A modest amount of research has explored potential
employees' subjective expectations, or whether these expectations become apparent from
the interactions between the potential employees' preferences and the organizational
t7
culfure (Judge & Cable, 1997).
Research studies conclude that a definition for employee expectations can be
altered from one study to another. This term is best described as the individual
characteristics that influence worker's satisfaction in a specific setting. There is not one
set of characteristics that can utilized for a global view ofjob satisfaction.
Organizational Characteri stics
This model describes quitting behaviors in terms of an approach that individuals
use to manage stressful situations (Miller, 1996). Organizational characteristics view
voluntary turnover as an adaptive response to stress occurring from conflict between work
attitudes and work conditions. Organizational factors are found to have a vital influence
on voluntary turnover. Characteristics associated with voluntary turnover include
compensation, supervisory behaviors, co-worker satisfaction, promotional opportunities,
areas of training, and responsibilities (Gardner, 1986).
Several research studies have focused on the relationship between stress and
specific characteristics of the workplace. This research includes career opportunities and
work relations (Parker & de Cotis, 1982), nonexistent positive conditions including self-
wfiizluation, variety, and success (Kanner, Kafry, & Pines, 1978), and workload in the
job (Gupta & Beehr, 1979). Findings from other research studies identiff stress with the
Work Adjustment Theory (Dawis & Lofquist, 1984).
Although there have been numerous researchers with their own personal
definition of the term stress, most agree that the term stress involves one or more of the
following concept needs: (l) a social stimulus or stressor, often seen as a force applied to
an individual, {2) w, individual's reaction to such forces, (3) u combination of these two
l8
concept needs (Beehr &, Franz, 1986).
Stressors can be viewed as either positive or negative, depending on the
individual. Most existing research on job stress has focused on outcomes resulting from
the effects perceived as aversive or unpleasant. Ivancevich, Matteson, Freedman, and
Phillips ( 1990) state that there has been an increased interest in preventive measures
designed to reduce the presence of stressors, or counteract their effects that can ultimately
result in burnout. An understanding of organizational, individual, and interactive
stressors found in the workplace is needed in order to change the stress potentiat
(lvancevich et al., 1990). Hyland (1988) states that individuals are capable of sensing
inconsistencies between their current condition and their desired physical or emotional
state.
Application of Person-Environment Fit Theory
The focus of this study is to identiff the factors associated with job satisfaction,
the hiring process, the training process, perfiormance, and youth care worker attrition in a
group home setting. The job expectations model and organizational characteristics model
are used in conjunction with one another to identiff factors including training,
compensation, supervisory behaviors, co-worker satisfaction and responsibilities involved
with job satisfaction and voluntary turnover with youth care workers. The theme
throughout this study is to determine how job expectations and organizational
characteristics differ from a youth care worker's actual job compared to their ideal job in




The person-environment fit theory was used in this chapter to gain a better
understanding ofjob satisfaction and attrition in youth care workers. There are numerous
factors associated with a worker's job expectations as well as organizational
characteristics that influence their overall job satisfaction within an agency. The next




This chapter presents the methodology used in this study. The research question
and description of the research design will be stated. lmportant variables will be defined
both conceptually and operationally. Sampling procedures and measurement tools with a
discussion of its validity and reliability will be described. Data collection instrument and
data analysis procedures will be explained. The chapter will end with the procedures
used to ensure the protection of human subjects.
Research Question
The research question for this study is: What is the relationship between job
satisfaction and attrition in current and former youth care workers?
Research Design
This is an exploratory, quantitative, inductive study, using a cross-sectional survey
design. The study used self-administered Likert-scale surveys to gather data, using
closed-ended questions.
A strength of this type of research is the abitity to gather data from large samples
(Rubin & Babbie,1,997). This design was selected to allow for studying a larger sample
population resulting in data that would be universal to similar group home settings. The
design enables researchers to make hypotheses.
There are many weaknesses to this type of research design. Survey questions are
designed to be appropriate for a large sample population, thus missing crucial input from
a variety of respondents (Rubin & Babbie, 1997). Although survey research is good to
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gather data on many types of general questions, it does not a[[ow for in-depth information
to be obtained nor does it address meaning to the answers given. By using a cross-
sectional survey design, the researcher will only be able to analyze data on observations
made at one particular point in time (Rubin & Babbie, lggT). This type of research
design is generally weak in the area of validity and strong in reliability (Rubin & Babbie,
l ee7).
Definition of Variables
ln the research question posed for this study, what is the relationship between job
satisfaction and attrition in youth care workers, the independent variable is job
satisfaction and the dependent variable is attrition (voluntary turnover). For the purpose
of this study, youth core worker is defined as an individual who currently or formerly
works/worked with an adolescent population in a group home setting for Sheriffs Youth
Programs of Minnesota.
Job satisfaction is a pleasurable or positive emotional state resulting from an
individual's personal job experiences (Locke, lg76). Pertaining to this study, job
satisfaction is the youth care worker's personal perception of how they feel about their
job.
Job satisfaction is operationally defined as the individual and environmental
characteristics that directly influences a worker's job attitude. This study will focus on l5
different characteristics that might factor into a worker's personal attitude towards a job
in the human service field (see Appendix C).
Attrition (voluntary turnover) c2, be conceptually defined as a rational decision
process starting with the employee's dissatisfaction with their job and ending with
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voluntarily leaving an organization (Lee & Mitchell, 1991).
Attrition is operationally defined by characteristics of why people voluntarily
leave their job, such as lack of pay, job expectations, insufficient benefits and safety
concerns (see Appendix C).
Study Population
This study was restricted to 4 group horne settings within the Sheriffs Youth
Programs of Minnesota Agency. These 4 group homes are all located in central and
southern regions of Minnesota: Winona, Hayward, Waverly, and St. Cloud. The study
population consisted of men and women who currently or have formerly worked for
Sheriffs Youth Programs of Minnesota, in a group home setting, as a youth care worker.
The youth care worker position consists of roles such as: auxiliary youth worker, part-
time youth worker, youth worker I, youth worker II, youth counselor I, youth counselor II
and lead counselor.
Study Sample
This study was conducted having a total of 35 participants. Fourteen participants
were currently employed as a youth care worker and 2l participants were former youth
care workers. Participants for this study were selected using a non-probability quofa
sampling design of curent and former employees from the 4 group home settings as
previously stated. Ten employees were selected from each of the 4 group home settings,
due to some group homes (Waverly) not having more than 20 current and former
employees altogether. A directory of all employees was acquired frorn the Sheriffs Youth
Programs of Minnesota's corporate office. A consent form identifying the study's
objectives, an "actual" job, an "ideal" job, a'Job dissatisfaction" and a "background
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information" surveys were sent to all possible participants based on their current or
formal experience as a youth care worker in a group home-like setting. A self-addressed,
stamped envelope was included for the participants to mail the completed surveys back to
the researcher. Of the 80 surveys mailed out, 35 were returned (a response rate of 44Yo).
The response rate for former youth care workers (n:21; 60%) was higher than for current
youth care workers (n:14; 40%).
Measurement Issues
To control for systematic error, biased words in questions developed for this study
were checked through pre-tests. Although the likelihood for systematic error was
reduced, participants answered questions pertaining to their current or formal job attitudes
and from either actual positive and negative work experiences while working in the
position. Acquiescent response set or social desirability bias is always a concern in
Likert-scale types of surveys, ns it is with this study.
Specific rneasures were taken to reduce the probability of random error in this
study. The surveys used were designed to be simplistic and brief and to ensure that only
applicable data was collected. Basic grammar usage was also implemented to reduce
inconsistencies in the measurement. Therefore, the reliability of the instrument is likely
to have increased.
Participants in this study were asked to complete surveys regarding their current
or former job as a youth care worker. To increase the validity of former youth care
workers describing specific characteristics of their job satisfaction; the researcher only
collected data from former youth care workers that had been separated from the agency
less than 3 years. Relying on participant's memory beyond this time frame could have
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decreased the validity of this study even more.
To test the face validity of this study, 2 pretests were conducted. The first pretest
used 4 students in graduate school, the second pretest was done utilizing 2 current youth
care workers and 2 former youth care workers from a facility located in Iowa. The
surveys were critiqued on clarity, gftlrnmar usage and average time to complete.
Participants in the pretest measurement assessed the surveys to verifu their face validity.
The two variables used in this study are job satisfaction and attrition, are discrete
and interval levels of measurement. There are two levels of measurement in these Likert-
scale surveys. The "actual", "ideal" and the job dissatisfaction surveys is an interval level
of measurement. The background information survey has ratio and interval levels of
measurement as well as a nominal level of measurernent for the demographic
information.
Data Collection lnstruments
The data collection instruments used in this study were 4 surveys. These surveys
were used in conjunction with one another to measure specific characteristics of a
worker's job satisfaction and decisions for voluntarily leaving that job. This survey was
developed by this researcher to assess the relationship between job satisfaction and
attrition in youth care workers.
ln the "actual" job survey (Appendix A), current/former youth care workers
ranked 20 job characteristics that best described their youth care worker position.
Current/former youth care workers ranked the same 20 job characteristics in relation to
how desirable they would be in an "ideal" job survey (Appendix B). CurrenUformer
youth care workers ranked 15 characteristics that have caused them to be dissatisfied in
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their youth sare worker position (Appendix C). For the "background information" survey
(Appendix D), participants completed general demographic information as well as overall
feelings and opinions regarding theirjob as a youth care worker (Cooper, 1998).
Data Analysis
This study examined the relationship between job satisfaction and attrition by
using univariate, bivariate, and multivariate levels of analysis. Although univariate level
of analysis is not shown, frequency distributions of variables were conducted to examine
the frequency and spread of the variables under study.
Correlation tests were used to show bivariate relationships among both groups of youth
care workers on characteristics representing job satisfaction and attrition. Multivariate
analysis on employment status, gender, and satisfaction of youth care workers was
conducted by using crosstabulation to describe these relationships.
Parametric bivariate measurements (t-test zurd Mann-Whitney) were used to
identiff significant relationships between job satisfaction and attrition. Multivariate
analysis (stepwise linear regression) was used to show what variables, if any, were
significant predictors of attrition.
Protection of Human Subjects
There were several steps taken to protect the individual participants in this study
and keep risks to a minimum- Prior to the data collection, approval was received by the
CEO of the Sheriffs Youth Programs of Minnesota (Appendix E) and by the Augsburg
College Institutional Review Board, IRB #2000-45-l (Appendix G).
A leffer of consent (Appendix F) and the surveys were sent to all eligible
participants explaining the purpose of this study and assuring them of their anonymity
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and confidentiality, if they chose to participate. The letter of consent also explained that
by completing the surveys and returning them in the self-addressed, stamped envelope,
they were giving their implied consent to participate in the study. All participants were
asked to keep the consent form for their records. The consent form also provided an
explanation that participation was voluntary and participants could withdraw from the
study at anytime without consequence. All raw data collected was kept confidential and
destroyed on August 3 1 , 2001 .
Summary
This chapter explained the research design used, and described the variables,
study sample, and study population. Measurement, data collection instruments, and data
analysis procedures were also described. This chapter outlined the steps taken to ensure




Data was collected from 14 current and 21 former youth care workers within the
four group home settings. The majority of respondents were female (See Tabte 1)- Of
the 1 4 current youth care workers, 10 were females and 4 were males. Of the 2l former
youth care workers, 13 were females and I were males.
There is very little diversity with this sample population in regards to race.
Almost all of the people identified themselves as Caucasian. Of the current youth care
workers surveyed, 13 were Caucasian and only 1 was Native American. Additionally, of
the former youth care workers surveyed, 20 were Caucasian and I was Native American.
There were no other people of color identified in either group surveyed.
The ages of the youth care workers surveyed were broken down into two major
groups: workers 35 years old or younger and workers 36 years old or older. The current
youth care workers had 9 participants 35 years or younger with 5 participants 36 or older.
The former youth care workers had similar numbers, l7 and 4 respectively.
The length of employment was divided into 2 categories: t ) youth care workers
who were employed in a group home setting for2 years or less; and 2) youth care workers
employed in a group home setting for more than 2 years. Six current employees worked
in a group home forZ years or less; and I had been at a group home setting for more than
2 years. Thirteen former employees specified that they had worked less than 2 years
before leaving the agency, and 4 had been employed over 2 yearc.
The job title category was broken down into two separate groups: youth worker
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Table 1 : Demographic Characteristics of Current and
Former Youth Care Workers (N:35)
Current (n: l4)
Male Female Male
zlYo l0 TlVo ? 33% 13 62Yo
5%
4 29% 5 35% 5 24% t2 5101o
36% J t4% l s%o
2 l40A 4 290/0 419%9 430h
I4Yo 6 43Vo 4 1,9% 4 r9%
I 7o/o 4 29o/o 629%8 39Vo






















and youth counselor (See Table I ). Of the current employees surveyed, 5 were youth
workers and 9 were youth counselors. The former employees were 14 and 7 respectively.
Research Question: What is the relationship between job satisfaction and attrition in
current and former youth care workers?
To determine the relationship between job satisfaction and attrition, the variables
of satisfaction were tabulated by gender and employment status. Of the 35 participants,
14 were current ar:,.dZl were formeremployees (See Table 2). The genderof the 14
current employees was 4 males and 10 females (See Table 2). The genderof the 2l
former employees included I rnales and 13 females. About 49% of the participants felt
overall satisfied with their employment. The satisfied employees included 53% current
and 47Yo former employees. When broken down by gender,33Yo of the males and 57Yo
of the females surveyed were satisfied overall with their position as a youth care worker.
The Spearman's rho correlation was a bivariate test used to measure the strength
of association between participants in relationship to the variables ofjob satisfaction and
attrition. Job satisfaction consisted of I I different characteristics used to measure each
participant's satisfaction with their role as a youth care worker. The attrition variable was
made up of 3 separate sub-scales: training opportunities, co-worker relationships and
supervision issues. These 3 sub-scales were constructed from the categories of training,
co-worker relationships and supervision because of the irnportance given to them in past
studies (Iglehart, 1990).
The Spearman's rho nonparametric correlation test was used to show the
association between job satisfaction and attrition (training opporfunities, co-worker
relationships and supervision issues) for all 35 participants in the study (See Table 3).
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** Correlation is significant at the .01 level (2-tailed)
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These sub-scales were also compared for significant associations befween each other.
Training opportunities, co-worker relationships and supervision issues all were
significant. It is highly probable that these sub-scale variables are significantly correlated
with each other. Furthermore, it is important to note that non-parametric tests are weaker
than parametric tests when testing for the relationship befween variables. Many
researchers do conduct parametric tests because they assume interval-level data when
sunming the subscales. However, this analysis uses the conservative approach of
regarding these variables at ordinal-level only.
An item analysis, using the Spearman's rho test, was used to identiff the
association within individual sub-scales that represent training opportunities. These 3
sub-scales included learning opportunities, enhancing personal skills and continuing
training (See Table 4). All 3 sub-scales showed significant correlations when analyzed
with one another, Overall, learning opportunities and continued training were higlrty
correlated at .79 or greater.
An item analysis was also utilized to identifu *y correlation between the sub-
scales that represent co-workers. These 3 sub-scales (teamwork, involvement in team
meetings and relationship with co-workers) were moderately correlated with co-workers
(See Table 5). Another item analysis used to identiff the correlation between the sub-
scales is supervision (See Table 6). These sub-scales were: tension in the workplace,
corrununication with supervisor and the feeling of being understood by supervisor.
Although supervision was correlated with tension at .52, the strenglh of the correlation
for communication and the feeling of being understood was greater than .80. Another
strong significant correlation of .71 was found between communication with supervisor
33


















































** Correlation is significant at the .01 level (2tailed)
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*+ Correlation is significant at the .01 level (2-tailed)
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*+ Correlation is significant at the .01 level (z-tailed)




and having a feeling of being understood. All of the variables in each of these separate
item analyses may have been highly correlated with each other, thus reducing the
statistical importance or practical signifi cance.
Job Satisfaction Characteristics
There were I 1 separate characteristics that made up the variable job satisfaction.
These included: talent/skills, responsibility, feeling of accomplishment everyday, feeling
of accomplishment overall, career goals, tasks, job security, advancement opportunities,
salary, independence and setting rules. These characteristics were selected to comprise
the job satisfaction variable because most of them have some significance in previous job
satisfaction studies. The only exception is the characteristic feeling of accomplishment
everyday. This characteristic was added because of previous, personal experiences while
working in a similar position. For each individual characteristic, and even though the
strength of the associations varied befween them, Spearman's rho correlation test was
used to determine the statistical significance between each of them (See Table 7).
The job satisfaction characteristic that had the most significant correlation with
other characteristics in the Spearman's rho item analysis was feeling of accomplishrnent
overall (r-.S0) (See Table 7). The characteristic that had the least correlation in the
Spearman's rho item analysis with other characteristics was job security (r:.20) (See
Table 7). The first characteristic ofjob satisfaction listed in Table 7 is "talents/skills".
This showed significant correlation with responsibility, feeling of accomplishment
everyday, feeling of accomplishment overall, career goals, tasks, advancement
opportunity and independence. Significant correlations for the second characteristic
"responsibility" were with talents/skills, feeling of accomplishment everyday, tasks and
JI





















































































































































** Correlation is significant at the .01 level (z-tailed)
* Correlation is significant at the .05 level (2-tailed)
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Setting Rules Correlation Coefficient
Sig. (2-tailed)
N
*+ Correlation is significant at the .01 level (2-tailed)
* Correlation is significant at the .05 level (2-tailed)
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advancement opportunities. The third characteristic, "feeling of accomplishment
everyday", had significant correlation with talents/skills, feeling of accomplishment
overall, career goals, job security, advancement opportunities, salary and independence.
The "feeling of accomplishment overall" fourth characteristic was significantly correlated
with talents/skills, responsibility, feeling of accomplishment everyday, career goals, tasks,
advancement opportunities, independence and setting rules. The "career goals" fifth
characteristic showed significant correlation for talent/skills, feeling of accomplishment
everyday, feeling of accomplishment overall and independence. The sixth characteristic,
"tasks", was significantly correlated with talents/skills, responsibility, and feeling of
accomplishment overall, independence and setting rules. The 'Job security" seventh
characteristic had significant correlation with feeling of accomplishment everyday and
advancement opportunities. The eighth characteristic, "advancement opportunities", was
significantly correlated with talents/skills, responsibility, and feeling of accomplishment
everyday, feeling of accomplishment overall, job security, salary and setting rules. The
"salary" was the ninth characteristic significantly correlated with feeling of
accomplishment everyday, advancement opporrunities and setting rules. The tenth
characteristic, "independence", had significant correlation with talents/skills, feeling of
accornplishment everyday, feeling of accomplishment overall, career goals, tasks and
setting rules. Finally, "setting rules" was the eleventh characteristic, and it showed
significant correlation with feeling of accomplishment everyday, feeling of
accomplishment overall, career goals, tasks, job securify, advancement opportunities,
salary, independence and setting rules.
To determine the difference between the means and/or median of current and
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former employees, another bivariate test (t-test and Mann-Whitney) was conducted to
examine the relationship between attrition sub-scales (training, co-workers, and
supervision) and job satisfaction, and identiff what, if any, significant relationships were
there among these variables. None of the variables were significant; however,
supervision was approaching significance at .07 for the t-test (See Table 8) and .06 for the
Mann-Whitney test showing the pattern for former employees toward higher
dissatisfaction (See Table 9). A multivariate analysis (a stepwise linear regression) was
also used to determine which predictors of attrition (training, co-workers, and
supervision) was associated to job satisfaction (See Table 10). For current employees,
training was the only significant predictor ofjob satisfaction (F:11.41; DF:l; p:. 005).
For former employees both training (F:20.58; DF:l; p: .000) and supervision (F:l 4.49;
DF:2; p< .000) were significant predictors- That is, training (R2:. 52) and supervision
(R':. 617) were the major predictor variables of attrition, with the latter variable
attributing another l0o/o of the variance explained and significant at p< .05. Therefore,
former employees benefit not only from training, but also from supervision, whereas
training for current employees was the only significant predictor explaining the
relationship between attrition and job satisfaction.
Summary
These findings identified close to half of the current and former youth care
workers (N-35) surveyed were satisfied with their employment position. Training plays a
significant role in the satisfaction of both groups. Former employees identified a
significant correlation with supervision being a contributing factor to attrition in the
workplace. There were several significant correlation differences in current and former
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Table 8: lndependent Samples T-Test Between Job Satisfaction and Attrition Sub-scales























-t. r09 33 0.276 -0.294
- l .082 25.623 o.289 -a.2931
-0.458 JJ 0.650 -9.5238E-02
-0.431 23.512 o.666 -9.5238E-02
- 1.661 1aJJ 0.106 -0.4286
- 1.846 32.390 a.074 -0.4286
- 1.564 JJ 0.121 -0.2944
-r.583 29.125 o.t24 -0.2944
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Table 9: Mann-Whitney Test for Job Satisfaction and Attrition Sub-Scales
Ranks

















Exact Sig. [2"(l-tailed Sig.)]
a. Not corrected for ties
b. Grouping Variable: employed by agency
Test Statistics (b) 
IOB
TRAINING COWORKER SUPERVISION SATISFACTION
l15.500 124.500 92.000 103,500
220.500 229.500 197.000 208.500
-r.074 -0.775 -r.874 -t.468
0.283 0.439 0.061 * O.t42






























Table 10: A Stepwise Linear Regression Table for




















(a) Predictors: (Constant), TRAINING
















worker's perceptions regarding specific characteristics ofjob satisfaction, including job
security and salary. The characteristic with the most significant correlation, feeling of
accomplishment overall, was found in both current and former youth care workers. The
next chapter will discuss the findings of this study as they relate to previous research
studies and the person-environment fit theory.
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CHAPTER VI: FINDINGS
This was an exploratory study of current and former youth care workers'
perception ofjob satisfaction in a group home setting- In this study, 35 youth care
workers (14 current and 2l former employees) responded to a mail survey regarding job
satisfaction and attrition characteristics. The goal of this study was to identiff specific
facets ofjob satisfaction and orgaruzational characteristics that have a direct effect on
voluntary turnover. A comparative analysis between the two groups was limited due to
the low number of respondents. This chapter discusses the major findings and how they
relate to the literature and theories reviewed. The limitations of this study, implications
for practice and policy, and need for future research will also be addressed.
Summary of Findings
There were several major findings identified in this study. These findings are
directly assoc iated with demo graphic information, di ssati sfaction of participants
surveyed, correlation between variables, and specific characteristics that affect both
current and former employees with their overall satisfaction in their role as a youth care
worker. Ninety-three percent of the participants in this study were Caucasian with the
remainingTyo identiffing themselves as Native American. Fifty-one percent of the total
employees (current and former) surveyed stated that they were dissatisfied with their role
as a youth care worker. It appears that there was a significant correlation between job
satisfaction and attrition variables used in this study. Sixty-two percent of former
employees identified training opportunities and supervision issues as significant factors to
their job satisfaction, whereas 49% of the current employees identified only the training
48
opportunity variable as a factor toward job satisfaction.
Discussion
There were no studies found in the literature review that explored job satisfaction
and attrition in youth care workers. There was aminimal amount of research found in
regards to job satisfaction and specific human service agencies, including school social
workers, mental health workers and child abuse investigators. There was a large number
of research studies found regarding job satisfaction factors within the corporate sector.
A former job satisfaction study within the human service field identified
Caucasians as 70olo of the total respondents, with the remaining 30% as African American
(Anonymous, 2000). This present study also showed a significant percentage of
participants were Caucasian. If fact, data collected for this study identified little diversity
within the youth care worker staff.
A total of 51o/o of the entire population sampled classified themselves as
dissatisfied with their position as a youth care worker. This is supported by a majority of
literature reviewed within the human service field as well as person-environment fit
theory (Carsten & Spector, 1987; Dawis and Lofquist, 1984). The inconsistency befween
what individuals encounter on the job and what they expect to convene prior to entering
the job has shown to be an indicator of an employee's satisfaction. This study was unable
to specifu every individual's skills and expectations, although several variables were
shown to play a role in defining stressors overall. Twenty-four percent of employees
were dissatisfied with supervisory issues and 20% classified themselves as dissatisfied
with opportunities for development and training (Anonymous, 2000) . Twenty percent of
employees surveyed were dissatisfied with supervisory issues and l3%o were dissatisfied
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with oppoffunities for development and training (Anonymous, 1999) . This study
identified a much higher rate of significance in youth care worker's areas of training and
supervisory issues in relation to their satisfaction of their job.
The literature reviewed had many studies that incorporated specific variables in
order to recognize patterns with job satisfaction and attrition within their population
(Anonymous, I999,2000; Harrison, 1980). One study however, found correlations
between work environment, employee communications, supervision, quality, effi ciency
and safety as factors related to the overall satisfaction or dissatisfaction of an employee's
job (Anonymous, 1999). Another study had significant correlations between work
environrnent, supervision, management, training, employee recognition and salary as
factors associated with their employee's rate of satisfaction (Anonymous, 2000).
Although many of the variables did not show a correlation betweenjob satisfaction and
attrition, similar variables utilized in this study including salary, supervisory behaviors,
co-worker issues, training opportunities, and responsibilities had some significance.
Jayaratne and Chess (1984) suggest that the measurement for job satisfaction to be most
successfully achieved is by using a series of measures ofjob facets that best fit a
particular environment. Locke (1969) indicated that focusing on job satisfaction factors
was a key attitude that linked employee behaviors, such as job performance, directly to
di ssati sfacti on, burnout and ultimately voluntarily turnover.
lmplications for Practice and Policy in Social Work
This study of exploring the relationship between job satisfaction and attrition in
youth care workers has direct implications for social work practice and policy.
Identifuing specific characteristics important to the overall satisfaction of employees,
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agencies can better meet their needs and reduce attrition rates within the organization.
Group home settings primarily provide a safe, secure, structured setting for residents to
work on issues that result in their out-of-home placement. Youth care workers
responsibilities include providing structure, nurturance, emotional support, role modeling
and meeting individualized needs on a daily basis. Surveys, such as this one, a.re
important in identifuing youth care workers' level of satisfaction in specific areas. It
involves youth care workers in the evaluation of their current job, experiences and
expectations, directing focus on policies and procedures currently being practiced at the
adrninistrative level. Identiffing what is significant to youth care workers will help build
strong therapeutic relationships with residents and lead to more effective practices in the
group home setting.
Youth care worker's roles have changed significantly in the group home setting.
By meeting the demands of placing agents and county administrators, group home
settings offer a variety of services including emergency shelter, non-secure detention,
psychological evaluations, behavioral evaluations, chemical dependency treatment and
short-term rehabilitative services. Group home placements of I months or longer are
virtually non-existent today. As recent as the mid 1990s, it was not uncommon to have
residents in placement for I year or longer. Youth care workers' roles and expectations
have increased dramatically, as well as their obligations to the residents they serve.
Youth care workers, people in supervisory roles and agencies need to examine the
importance ofjob satisfaction and voluntary turnover as well as its consequences on the
agency and the clients they serve. Employees, supervisors and agencies as a whole could
apply methods to alleviate the situation before dissatisfaction, low morale, burnout and
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voluntary turnover occurs within the agency. Ongoing efforts could be made to identifr
specific factors associated with employee's job satisfaction and attrition rates that directly
affect an agency. Individual studies throughout the human service field could be
considered due to its complexity.
Conclusion
There were several limitations to this study- Eighty surveys were sent out to
current and former youth care workers within the Sheriffs Youth Programs of Minnesota
Agency, but only 3 5 of the participants responded. With a response rate less than half, all
of the results and conclusions drawn have to be taken cautiously since non-respondents
may have responded to these questions differently. Any conclusions at this point are
merely speculative at best; however, these results may be showing trends. Participants
may have bias toward specific questions in ways that could have distorted their true
feelings or behaviors. Although steps were taken to reduce systematic error, using this
type of design leaves the possibility for social desirability bias to be a factor. Finally,
using quantitative methods instead of qualitative methods also reduces the clarity of
individual responses in some cases, and lacks depth and richness of meaning in others.
This study explored job satisfaction and attrition characteristics that may help in
determining why youth ca.re workers voluntarily leave an agency. The results indicate
that there are many variables to consider for both current and former employees, and that
they show resemblance in training procedures and variation in co-worker relationships
and supervision issues.
The information obtained though this study can provide a foundation for futtue
research. There is a need for continued research which looks at the internal and external
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factors correlated with job satisfaction and voluntary turnover in all areas of the human
service field. It may be useful to make follow-up phone calls after the participants have
received their survey to answer any questions, which could provide a higher response
rate. Instead of gatherirrg datawithin a 2-monthtime frame, the length of time could be
extended in order to possibly increase the sample size. An enhanced sample size could be
valuable to generalize and analyze possible variables associated with job satisfaction and
attrition in youth care workers.
The results of these findings suggest that the focus of each organization could be
to identify individual factors that directly or indirectly affect their work environment.
lncreasing the satisfaction of one's job may decrease the probability of them voluntarily
leaving the organization. Although organizations and employees will benefit directly
from this process, more importantly, clients will also benefit indirectly from the quality of
service they receive from satisfied employees and continuity of care.
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INSTRUCTIONS: Think about your current or past youth care worker job. Circle the number beside each
question which best describes the extent to which each condition appears (appeared) in
that job
Always Usuallv Sometimes Seldom Never
123
l. A job that fully uses your talents zurd skills.
2. Gives you a feeling of responsibility.
3. Where teamwork is required.
4. A feeling of accomplishment when you leave work, everyday.
5. A feeling of accomplishment in your worlq overall.
6. Requires new learning opportunities.
7. Little tension between yourself and supervisors.
8. Helps you reach your career goals.
9. Having a job that enhances your personal skills.
10. Good training progftrms to enhance skills.
I l. Having a job that involves doing many tasks.
12. Open commurication with your supervisor.
13. Being involved with Team meetings that discuss problems.
14. Having job security.
15. Opportturity for advancement.
16. Well paying job.
17. Where co-workers get along well with each other.
18. Which gives you a feeling of independence.
19. Where supervisors understand your problems.

























































































INSTRU-CTIONS: Think about the perfect or ideal job that you would want to have. Circle the number
beside each question which best describes how desirable that characteristic is to you in
an ideal job.
Verv Desirable Desirable Does Not Undesirable Very Undesirable
123
l. A job that fully uses your talents and skills.
2. Gives you a feeling of responsibility.
3. Where teamwork is required.
4. A feeling of accomplishment when you leave worh everyday.
5. A feeling of accomplishment in your work, overall.
6. Requires new learning opporfunities.
7. Little tension between yourself and supervisors.
8. Helps you reach your career goals.
9. Having a job that enhances your personal skills.
10. Good training programs to enhance skills.
I l. Having a job that involves doing many tasks.
12. Open commurication with your supervisor.
13. Being involved with Team meetings that discuss problems.
14. Having job security.
15. Opportturity for advancement.
16. Well paying job.
17. Where co-workers get along well with each other.
18. Which gives you a feeling of independence.
19. Where supervisors rurderstand your problems.






































































Listed below are some characteristics that could be causing (caused) dissatisfaction for you as a youth care
worker. Rank each characteristic by circling the number beside each question that best describes the
amount of dissatisfaction that characteristic causes (caused) you .
Very Satisfied Satisfied Does Not Matter Dissatisfied Very Dissatisfied
12345
L Supervision.
2. Time to complete papenvork.
3. Recognition deserved hased on your performance.
4. Flexibility in your schedule.
5. lnsufficient training prior to starting the job.
6. lnsuffrcient training during employment-
7. Concern from supervisors.
8. tnsufficient job freedom that prevents (prevented) you from
performing a meaningful job with a sense of challenge.




13. Unclear job expectations.






















































This is a survey designed to collect your opinions and feelings about your position as a youth care worker,
the agency where you work, and the factors involved with your work situation. Please respond to this
survey as to when you were employed by this agency.
CURRENTLY EMPLOYED BY THIS AqENCY? LENGTH OF TIME WITH THTS AGENCY
Yes
No
0 - 6 months
























HOW LONG IS (WAS.) YOUR AVERAGE WORK WEEK?
I - l0 hours
II-20hours
2l -30 hours
3l - 40 hours








WHAT SHIFT ARE (WERE) YOU ASSIGNED TO WORK?
Day shift (7am - 3pm)
Afternoon / Evening Shift (3pm - I lpm)
Overnight Shift (l lpm - 7am)
Rotating Shift (Specifu)
OVERALL. HOW SATTSFTEp ARE (WERE) yOU WrTH YOUR JOB?
Very Satisfied
Satisfied
Neither Satisfied or Dissatisfied
Dissatisfied
Very Dissatisfied
HOW FREOUENTLY DO (DID) YOU THINK ABOUT OUITTING YOUR JOB?
Constantly (several tirnes a day)
0ften (about once a week)
Occasionally (about once a week)
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October 25, 2000
Whom It May Concern
FROM: James E. Fischer, President/CEO
Cole Trimble
Conducting a job satisfaction attrition study
Cole Trimble is authorized to conduct a study ofjob satisfaction and attntion of youth
care workers in group home settings. He is authorized to complete the study with the
understanding that the findings will be shared with the Sheriffs Youth Programs. He will
be given access, with employees pennission, to current and former youth care workers
addresses for the purpose of mailing surveys.
Corporate Office. 2925 Buckley Way, lnver Grove Heights, MN 55076
651.552.9823 651.552.5741 Fax
E-Mail sypmn @ worldnet.att.net
www. sh e riff s-youth-p rog ram.o rg
Locations in Austin. Hayward. tsantj.-Lakefiel#?flankato. Rochester. St. Ctoud. Waverty & Winona
ACCHEDITED BY COUNCIL OF ACCREDITATION OF SEHVICES FOR FAMILIES AND CHILDREN, INC
Appendix F
Consent Form
Job Satisfaction and Attrition in Youth Care Workers
You are invited to be in a research study regarding youth care worker's perception ofjob satisfaction and
atfrition in the workplace. You were selected as a possible candidate because you currently, or at one time,
worked for the Sheriffs Youth Programs of Minnesota in a group home setting. We ask that you read this
form and ask any questions you may have before agreeing to this study.
This study is being conducted by Cole Trimble as part of my Master's thesis in Social Work at Augsburg
College.
Background Information :
The purpose of this study is to identify the factors associated with job satisfaction and attrition in youth care
workers. The surveys seek to find the relationship between job satisfaction and attrition in this particular
type of work setting.
Procedures:
If you agree to be in this study, we would ask you to do the following:
l. Read the consent form and keep it for your records.




These surveys will take approximatety 20 minutes total to complete.
3. Place the completed surveys in the self-addressed stamped envelope and mail it at yow earliest
convenience.
Risks and Benefits of Being in the Study:
This study may have psychological risks due to questions regarding your thoughts and feelings pertaining to
your level ofjob satisfaction at this current or past work environment.
If you feel any discomfort and choose to withdraw from the study, you can stop completing the surveys at
any time. If you choose to participate and complete the surveys, you are asked to place the surveys in the
envelope provided and mail it.
There are no direct benefits to you should you choose to participate.
Indirect benefits to your participation of this srudy is to determine the reasons why people stay employed in
this career field, why they leave, and what factors are associated with these groups of people. Examining
this fype of information will allow employers to identifu factors that contribute to long-term job satisfaction
and voluntary turnover.
Confidentiality:
The records of this study will be kept confidential. The researcher will not ask for the names of the
participants to be put on any of the surveys. Survey responses will be anonymous and therefore, any final
report will not include information that will make it possible to identify you.
OJ
A final sunmary of the results will be shared with Sheriffs Youth Programs of Minnesota's CEO. No
individual responses will be shared.
Raw data collected for this study will be destroyed by August 3 l, 2001.
Voluntary Nature of the Study:
Your decision whether or not to participate will not affect your current or future relations with Sheriffs
Youth Programs of Minnesota or Augsburg College. If you decide to participate, you are free to withdraw
at any time without affecting those relationships.
Contacts and Questions:
The researcher conducting this study is Cole Trimble. If you have questions about this study, please contact
the researcher at (763)658-1080. Future questions or concems about your rights as a research study
participant can also be directed to Maria Dinis, Ph.D., Thesis Advisor, Augsburg College, (612)330-l,,704.
Statement of Consent:
By completing and returning this survey, you indicate you have read the above information, have asked
questions and received answers, and consent to participate in the study.
Please keep this copy for your records.
Thank you for your participation,
Cole Trimble








3049 Maryland Ave. South
St. Louis Park, MN 55426
Dear Cole:
I am writing on behalf of the College's Instirutional Review Board on the Use of Human
Subjects to inform you of our approval of your research study. This study has been
assigned the following code number which should be used in all communication with the
IRB Committee: 2000-45- L
Listed below are a few recommendations the committee made to enhance your study.
l. There is no need for a referral as described on p. 6 (#16) of your proposal.
2. [s your sample size 80 (p.4) or 30 (p. 5). Please discuss this with your advisor.
3. In Appendix D, your response categories for "length of time with this agency" are
overlapping.
4. In the informed consent under "Voluntary Nature of the Study," you used
"effect" rather than "affect."




Sharen Patten, Ph.D. & IRB Chair
Maria Dinis, Ph. D.
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